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| From the Editor... 


The Recognitions — or, How I Became 
Institutionalized 

(Like The Corrections but more upbeat) Got an invite to a monumental 
UCFV year recognition dinner the other day, embossed on some nice 
stiff, blueish paper. The shock of it — all those years of ivory tower 
toil! — made me swoon, slipping to the floor in what I hope was an 
elegant Earl of Rochester/Lord Chatterton manner. (No, my hip did not 
‘go out’ on me!) You feel like a newbie for so long, especially when 
alongside the venerable Valley Pioneers, and then suddenly, overnight, 
you, too, are of the Elect, or at least among the Accepted. 

Milestoned 

And my career in the Valley rushed over me like a movie flashback 
wherein, at some traumatic moment, the hero re-lives his whole life in 
seconds. Yes, it all flashed before the tear-dimmed orbs: that long-ago 
summer day when I zoomed my muscle-bound Ventura coupe into The 
Raspberry Capital of Canada, seeking the mysterious place they 
called FVC. 


Which in turn reminded me that in the last issue of W& VI gassed 
on about the FSA Exec expressing a sense of being w/i-recognized 
for the good work it’s accomplished for members, how being on 
it can sometimes seem a thankless job. Anyway, it all started to 
come together over the past few days in a vision: how the concept 
of recognition is utterly central to the whole Educational 
enterprise. Bingo it dawned on me that a crucial part of the 
educator’s job is recognizing... accomplishments, talents, 
potential and, somewhat mournfully at times, short-comings of 
students — indeed, that is the main purpose for all of us 
being here. 

The Coldest Profession? 

At the same time, the nature of the beast dictates that we in 
Education get comparatively little recognition for what we do. 
This may be especially true on the non-teaching front lines of a 
bustling place like UCFV, where feedback tends to come only 
when things don ’t work out smoothly. (From what I’ve heard. 


After a few wrong turns I caught my first glimpse of ABBY’s fanciful 
architecture, turrets rampant like some pinkly priapic castle out of a 
fevered King Ludwig dream. After a brief interview on that first outing, 
my happy fate was, as it eventually turned out (after the requisite 
twists and turns), sealed. Soon I was teaching my first class in a 
‘quaint’ (i.e., verge of collapse) portable classroom on the CHWK 
campus, filling out mileage claims with increasing expertise, meditating 
on the anguish of cafatrocity, bumping into new colleagues along the 
way, and, generally, getting acclimatized to living on Valley time. 

Happy days; though I also recall the lonely sensation of ‘soldiering on’ 
back then, feeling a bit adrift, without much sense of collegial connection, 

/ 

the way it is for the new guy/gal on the roster. Then, the other night, I 
happened on an episode of The Simpsons in which Homer loses the 
last employee recognition spot of the year at his ‘nucular’ workplace to 
a carbon steel rod. Needless to say, he feels dissed, and his chagrin 
gave me a twinge of nostalgic empathy — funny how often the d’oh 
show hits a timely button. 
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Words & Vision 

rarely does someone come up to the counter at Registration, just 
for example, to say thanks so much to Staff members for a truly 
great enrollment experience.) Meanwhile, teachers have at least a 
shot at satisfaction from seeing their lessons take effect in the 
classroom... sometimes, anyway. But students, our main point of 
connection, can’t be expected to give that broader recognition we 
need; they are self-centred and rightly so, focused on their own 
process and progress, so in the thick of it that they are pretty much 
incapable of recognizing efforts aimed at them. Instructors must 
press on ‘irrebloodygardless’, doing preps, research, course 
development, etc., in solitude or at least fairly solitary confinement, 
as collegiality does not always extend to sharing methodologies or 
* resources (depending to some extent on department dynamics, etc.). 
So all of us in the noble education enterprise can get that isolated 
rainy-day feeling from time to time as we strive to meet goals, 
especially these days as we face an increasingly consumer-driven 
student audience — and the fact that the public often seems anti- 
education in its attitude doesn’t help either. 

Indeed, despite the number of new students encountered each 
term, education can sometimes seem a lonesome calling, and that’s 
why recognition is so important. Personally, I’d be happy to attend 
a celebratory dinner acknowledging our hard work every year, not 
just one in five (so keep those invites coming). Come to think of it, 
maybe what we need is a separate Dean of Recognitions, someone 
in the know who could celebrate all employees in an effective and 
creative manner on an ongoing day-to-day basis. Not only is such 
celebration timely, but stats prove that the more recognizing occurs 
in any work environment, the better the organization’s overall 
performance becomes. So, day-to-day recognition moments would 
be thrifty and cost effective. 

Ideas? Well, we could have ‘burgers-of-the-week’ in the caf named 
after deserving folk (should my humble self be deemed worthy, may 
I suggest the ‘Dubanski Whopper’, with fried ham and a whole 
lotta cheese), a “Best Weird Hobby Day”(pole-sitting, newt 
fancying, etc.), FSA Member with Least-Grievances-this-Month 
prize, and so on. The whole notion of recognition could be expanded 
wonderfully. Actually, I’d be happy to put myself forward as a 
candidate capable of recognizing the wonder of others, especially 
now that I am officially a bulwark of our beloved institution. 

Rate Thisl 

The above would certainly be one way to give back to my 
community. On the other hand, in the spirit of the upcoming festive 
holiday, maybe I could contribute the gift of creativity (the gift that 
goes on giving)... by starting a RateMyColleague site for us here at 
UCFV to share in harmonious solidarity. It would be something like 
those RateMyProf websites, but without the ‘hotness’ meter; that 
could become disagreeably personal and/or liable. And anyway 
our site wouldn’t be for anything unkind or snide-sighted (e.g., 
“he’s a few sandwiches short of a picnic,” “not the brightest penny 
in the fountain,” “if only we could put out of our misery”, 
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etc.), but rather a venue for recognizing activity and improving 
collegial relations across the board. Commentary would be 

supportive, along these lines: “Congrats to ; that’s six days 

clean and sober — and counting.” Or, ‘Taking your meds before 
the department meeting was one great idea! You were way less 
paranoid — thanks a bunch.” And so on, ’til the warmth overflows 
into spontaneous touch football and/or singalongs of “Puff, The 
Magic Dragon.” 

This site might also incorporate a ‘RateMyDean’ sub-section, where 
we could exchange reflections on the beneficent overclass; I’m 
sure they’d appreciate the feedback (I envision comments ranging 
all the way from “superb,” “awe-inspiring” to “inspirational,” “my 
hero,” and “gimlet-eyed,” etc.) in precisely the spirit in which it 
would be given. Ah, the radiant potentials of technology. 

Speaking of which, here’s a festive contest for you creative types 
out there to consider while relaxing over the coming break. The 
FSA needs YOU to design and produce a new logo/letterhead as 
we struggle on valiantly into the new century. The festive part is 
we offer a prize of $250 (hard cash, no Canadian Tire points) for the 
best design, to be determined by an incorruptible Communications 
sub-committee before the next issue of W& Fin the glorious New 
Year. It would be great to find a new look that communicates how 
hip, sexy (hey, that’s ad speak), and generally modeme the FSA 
truly is. See the example of the current look below — and have fun 
getting your new, improved versions in by January 15 th . 



Meantime, happy reading of the riveting reports and some timely 
articles below, and the best non-denominational Holiday wishes to 
you all. 

- Ryszard 

P.S. Appropriately the recognitions 
dinner was a stellar occasion. 
Intriguing to see faces previously 
unknown, names attached only to 
titles/functions, become suddenly 
incarnate. Plus I love my new pen and 
the food was great too. Over the 
evening of dinin g, drinks, and speeches, we all got to know each 
other a little better - and our stars, correspondingly, shone all the 
brighter for it. 

o 
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From the President... 


)fSA Christmas Party 


I would like to take this opportunity to offer a personal invitation to 
the FSA Christmas Dinner/Dance being held at the Rhombus Hotel 
in Chilliwack on December 1 1 th . It’s a great opportunity to meet and 
interact with colleagues and co-workers socially, to meet old friends 
and make new contacts, and to relate to UCFV outside of the context 
of the ‘treadmill’ that more often than not constitutes our daily 
obligations to the performance of our jobs. Except for my sabbatical 
year, I don’t think I have missed one since I came to UCFV in 1975. I 
look forward to seeing you at this year’s event. 

Summer Semester 

You have no doubt been swept up to some degree in the reaction to 
Management’s announcement that we are going ahead with a 175 
section, 12 week summer semester next summer. The virtually 
universal reaction to the announcement has centered around the 
fact that we are now obliged to do something we have never done 
before with very little time to plan how we are going to go about it, 
and the deep concern that a summer semester of the sort envisioned 
will unreasonably burden current Staff, department head and 
departmental assistant workloads already stretched to the breaking 
point and beyond. 


messy and, as in everything, both god and the devil are in the 
details. The FSA will continue to monitor this transition, and 
seek to represent the concerns and interests of the membership 
in any and every way we can. 

Instructional Faculty Evaluation 

In this issue of Words & Vision , Kim Isaac provides us with an 
account of the work done by the LAM Subcommittee on 
Evaluation since it was commissioned in 1999. That committee 
sought to produce, among other things, a set of base-line 
expectations for the evaluation of on-going Faculty more 
appropriate to our ‘university’ status, a procedure, and then, 
more recently, an attempt at a new student evaluation 
questionnaire to replace the one we are now using. There is 
substantial support (though with some reservations) for the 
criteria and procedure recommended by the committee. However, 
the questionnaire questions, as well as the proposals for recording 
and scaling student responses seemed to have pleased almost 
no one. The general response of interested parties seems to be 
captured by the phrase, “the old instrument is better than the 
new proposal.” 


While it is true that our managers have been under the gun of the 
provincial government to institute a summer semester, it is also true 
that this pressure from the ministry is not new whereas 
Management’s announcement is. Management was quick to make 
but slow to communicate a number of bottom line commitments: 
Faculty will not be required to teach in the summer, Staff can be 
assured they will get their summer holidays, Management will increase 
resources to support the level of summer staffing required. The very 
long list of other concerns, questions, details and institutional 
arrangements are yet to be worked out. (See Sylvie Murray’s eloquent 
articulation of Faculty concerns in this issue of Words & Vision.) 

I have sought out a number of Department Heads and Staff 
components to catalogue their concerns, and I have sought to impress 
these concerns upon Management at every opportunity. This is an 
ongoing process so if I haven’t gotten to you or you to me, please 
press your views and concerns upon me in person or by e-mail as 
events unfold. I attended the university-wide meeting of Department 
Heads and Directors and was pleased that, at least, the process of 
extensive consultation had begun. The FSA is examining the 
Collective Agreements of institutions that have run summer semesters 
for many years, and seeks input from the membership as to the 
contractual issues raised by a summer semester. 

We seem to agree that summer semester is a good idea for both 
students and employees in the long run; but the transition will be 


The problem for the committee, and now for us, is that while so 
many of us have strong objections to aspects of the new 
evaluation instrument, we don’t have the same objections and 
many of our objections and counter proposals are mutually 
exclusive. That is to say, there is a rough consensus that the 
proposed instrument is problematic, but there seems to be little 
consensus as to what those problems are. 

The FSA will be circulating the most recent draft of the 
committee’s proposals to departments for departmental 
responses. Perhaps we can reach some sort of consensus as to 
the most significant and widely shared concerns with the 
proposal, and use that as a basis for amendment. Or, perhaps, we 
really are more satisfied with the questionnaire we have been 
using all along. 


-Scott Fast 
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Faculty Grievance Chair 


Concerning Faculty evaluation, the procedure for 
probationary, full-time Faculty is under review. The 
procedure for evaluating non-probationary Faculty has been 
re-formulated but not yet approved. The current student 
evaluation questionnaire remains in force until a revised 
form is approved. Sessional Faculty are entitled to know 
how they will be evaluated and to receive an annual report 

The three year review period for non-probationary has often 
been referred to as a re-appointment period. This is no longer 
the case. The appointments of non-probationary Faculty 
continue; their names are not sent to the University College 
Board for re-appointment. If the individual does not attain a 
satisfactory evaluation toward the end of the three year 
period, a non-reappointment decision does not occur. The 
employer has the option to place the Faculty member on a 
trial period. 

Any substantial changes to the evaluation procedure for 
non-probationary, including the student evaluation 
questionnaire, face some obstacles. Obviously, instruments 
measuring job performance yield data that bear upon job 
security. Where the overwhelming majority of non- 
probationary Faculty have had job security by a given 
procedure, it is not likely to see a new system as a welcome 
change. Revisions to the student evaluation questionnaire 
encounter different reactions based on varying 
methodologies. When we formulate a student questionnaire 
there is a model or persona embedded in the questions. 
Some Faculty will disagree with this model or persona, noting 
that there is no one model of an effective instructor and 
some of us adopt a different approach to suit different 
courses, especially in four year programs. Yet the 
questionnaire - current or prospective - is universal (with 
one exception, ESL), to all sectors, all levels. Some courses 
are not classroom based at all. Students maybe on practicum, 
which really sees the instructor as a facilitator. And, whatever 
happened to the crusty, old professor, who doesn’t appear 
to be very approachable, but when the student decides to 
get past that and drops into an office hour may well find 
that professor very helpful. So, on it goes. 

The FS A and UCFV will make another attempt to resolve the 
issues arising from the most recently proposed 
questionnaire. Perhaps, we could ‘test drive’ a new 
questionnaire and obtain reactions from a sample of students, 
that is, not testing a particular instructor but testing 
the questionnaire. 


-Bob Smith 


Staff Grievance Chair 


Chaos 

Once again, it has turned out to be an extremely busy Fall. While we have noi 
had any formal grievances on the go, there has been a constant flow of 
inquiries, concerns and problematic issues coming my way. Personnel issues 
have come up in several areas in a number of forms: discord between 
colleagues; concerns about fair treatment and equitable work distribution; 
allegations of harassment; concern over re-organization and re-distribution 
of duties; Staff on medical leaves; and many issues regarding resignations, 
open positions, postings, selection committee processes, hirings, and job 
ratings. As a number of these issues are complex, time consuming, and require 
multi-stage resolutions, I continue to work on them with Management and 
with the affected individuals. 

Loss 

We were stunned and saddened to learn of the sudden passing of A&R Staff 
member Mary White in October. My condolences go out to Mary’s family, her 
friends at UCFV, and colleagues in A&R. I know how hard it has been for 
everyone who worked with Mary over the years to adjust to the absence of 
her cheery, friendly, inquisitive presence. She will be truly missed at UCFV. 

Change 

UCFV is abuzz these days with (panicked!) talk of the newly-proposed 
enhanced Summer semester, and the implications it will have on employees. 
The prospect certainly raises issues and concerns about workload, staffing 
and resources. Unfortunately, at this time, I don’t have any specific 
information about how Management intends to address the consequences 
that this programming change will bring for Staff. So for now, all I can do is 
assure you that the FSA is actively and aggressively communicating with 
Management on all aspects of the issue. We have requested, and will continue 
to advocate for, open communication and consultation throughout the 
process. We will ensure that the Collective Agreement is adhered to while the 
changes are implemented. 

Growth 

The Summer semester is a major issue with huge implications for all UCFV 
employees, but it is also something that I think we would all agree is a positive 
addition for our students. It is not only an expected step in our evolution, but 
also something that is required by the Ministry to meet our Spring/Summer 
FTE targets. UCFV does not have a choice as to whether or not it will institute 
a Summer semester; but it does have control over how the changes 
are implemented. 

Voices 

Feel free to express your concerns to me, or any FSA Executive Officer, with 
respect to how you see an extended Summer semester affecting your position 
or your department. We will listen to you, bring your concerns to Management, ^ 
and will speak till we are heard. (Sometimes I know it seems like Staff live in 
Who-Ville, where we have to find our Horton and combine voices to get our 
message through the layer... We are here, We are HERE, WE ARE HERE!) 

-Mama LeVae 
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Secretary/Treasurer Report 


In the last issue of Words & Vision , I promised to provide a semi-annual 
jSport of our Association finances. Flo Kehler has developed the 
following presentation of our expenditures to date with each budget 
envelope as approved at the AGM in May 2004. This report is prepared 
for you with the aim of total transparency in the management of our 
Association finances. 

Please note that, in itself, the report does not provide complete guidance 
in respect of our mid-term position. Theoretically, with half our fiscal 
year behind us, we should see 50% of our budgeted expenditures made 
and 50% of our budgeted revenues received. Practically, however, as 
one can readily observe from the table, this is not the case. Expenditures 
are lumpy (some occurring at one, or a few times of the year) or often 
uneven month by month. Our lump sum expenditures, such as for 
jointly funded projects and office equipment upgrades, have been made 
for the year and so those envelopes are now expended. The Executive 
release expense is an example of an expenditure uneven during the 
fiscal year (April through March) and is generally charged to us 
September through April. Likewise we find our revenues expand in the 
second half of our fiscal year as new employees are hired for an 
August start. 


approval. Approval by the Executive is really only a 
recommendation to the membership, as the membership ultimately 
approves the budget that guides our expenditure for the year. 

The Executive has recently called for a review of the composition 
of the FAC with a view to securing a more participatory decision- 
making process. This review will be undertaken in time for 
resolutions to be approved by the Executive, and any notice of 
motion published to you prior to the next AGM. As it now stands, 
the FAC normally consists of three members of the Executive, 
right now four, including President Scott Fast, Staff Grievance 
Mama Levae, Past-president Tim Cooper, with yours truly. Our 
meetings are periodic and the proceedings are recorded by minutes. 
The committee brings a variety of perspectives to our discussions, 
which renders sometimes tense, but invariably better decisions. 
This is a natural time to recognize the work of the committee 
members and our Staff, and to extend best wishes to all members 
for the coming holiday season. 

-Ian McAskill 


All in all, Flo and I are confident that we are 
'lirly closely on track with our overall income 
and expenditures for the current year. For those 
who missed the AGM, our budget called for a 
modest surplus for the year, and we appear to be 
achieving that. I have taken note that surplus 
budgets are under fire right now, and intend to 
address that issue in our next budget cycle. 

FSA Semi-Annual Budget Estimates 

For the Six-Months Ending - September 30th, 2004 

2004-2005 
2004-2005 Approved 

REVENUES Actual Budget 

Revenue-Dues $ 255,061 $ 539,500 

Interest Earned 2,105 6,000 

ActualRevenue $ 257,166 

Percentage 

rf 

Budget 

473% 

35.1% 

Budgeted Revenue 


$ 545,500 


Members have requested, from time to time, that 

Percentage of Revenue Earned 



47.1% 

I explain the budgetary process followed by the 
FSA, so here goes. Some years ago, the 
membership approved the establishment of a 

EXPENDITURES 

AGM & Social 

$ 1,942 

$ 4,000 

48.6% 

Finance and Administration Committee (FAC) to 

OEAFees 

107,262 

227,100 

47.2% 

replace the policy and decision-making 

Committee Expenses 

- 

1,000 

0.0% 

mechanism residing with the then Treasurer of 

Communications to Members 

2,426 

5,000 

48.5% 

our Association. Most decisions are made by 

Delegate Fees & Seminars 

1,375 

3,000 

45.8% 

that committee, according to policies now in 

Donations 

- 

5,700 

0.0% 

place. Decisions taken by the FAC are reported 

Executive Releases 

23,290 

150,500 

15.5% 

as information items to the Executive. Other 

Joint UCFV/FSA Funded 

4,066 

4,000 

101.6% 

decisions are brought to the Executive for 

Legal/Audit Fees 

3,546 

5,500 

64.5% 

approval. In these latter matters, the FAC is 

Membership Recognition 

746 

4,200 

17.8% 

advisory to the Executive, and as such the advice 

Misc. Office Supplies, ISP, Phone, Fax 3,540 

7,500 

473% 

riven can be accepted, modified or rejected. 

Office Equipment & Repair 

7,880 

7,500 

105.1% 

finance and Administration policy initiatives, 

Office Staff 

37,823 

82,500 

45.8% 

such as the development of the following year’s 

Retreats 

5,878 

9,000 

65.3% 

budget, begin with the Secretary-Treasurer; the 

lYavel Expenses 

1,872 

6,500 

28.8% 

budget proposal is developed and reviewed by 
the FAC. The proposed budget is then 

Actual Expenditures 

Budgeted Expenditures 

$ 201,644 

$ 523,000 


presented to the Executive for discussion and 

Percentage of Expenditures Spent 



38.6% 
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Summer 2005 


On November 1 2, UCC approved the administration’s plan for a new 
Summer semester. If the decision made at UCC today is upheld by 
the Board (as it certainly will be), we will march ahead with an enlarged 
semester of 10 weeks (fromMay 9 th to July 25 th ), a distinct departure 
from the seven-week condensed Spring semester and a few weeks 
shorter than our regular 13-week Fall and Winter semesters. The 10 
week formula is unusual and is unlikely to stay in the long run. That 
we are moving towards a full summer semester, however, is clear and 
by no means an objectionable goal. 

There are many advantages to a tri-semester model: it offers full-time 
* Faculty members more flexibility by allowing them the option to 
distribute their workload over a longer period of time. In due time, 
some of us might elect to teach in the summer semester and take one 
of die two other semesters off. From a Department Head’s perspective, 
the prospect of losing full-time Faculty members who share the burden 
of department and institutional service during the fall and winter 
semesters when the bulk of committee work will still be performed is 
not one that I’m looking forward to, but if ‘personnel deployment’ (as 
one of my colleagues so artfully put it at UCC today) is carefully 
managed, we will adapt. Perhaps the fact that we have relatively 
small departments compared to larger universities where this kind of 
turnover is nothing new, hence fewer bodies to share the extra- 
curricular work, might be a factor to consider; but, again, if the prospect 
of a full-time summer semester is inevitable, we will have to find ways 
of meeting that minor challenge. 

Students who wish to complete their degree in fewer years will also 
welcome the opportunity to take 3 or 4 courses in the s umme r 
semester. Studying on a full-time basis during the summer will mak e 
it possible to stay on student loans, although employment patterns 
will have to be changed. Those who preferred the condensed semester 
because it allowed them to work full time (and to take a break from 
school) for the rest of the summer, will be disappointed that UCFV is 
so abruptly forcing them to change their plans. A survey conducted 
by the Institutional Research Office indicated that of a pool of 500 
students consulted, about half preferred a May- July semester to the 
current May- June term. Whether these students were told that the 
new format would be implemented this coming summer, I’m not sure. 
After all the sudden changes that were imposed on our students in 
the last few years (including a tuition fee increase that was announced 
last spring after registration had begun for the year) it seems to me 
that we could have had the courtesy not to change what’s currently 
advertised in the calendar and give our students adequate notice for 
them to plan their year. 

The objections that I have to adopting a new format for the summer 
2005 are manifold and, at one level, they boil down to the lack of time 
for proper consultation and planning. The approach taken by the 
administration has been to decide and advertise the changes first, 
then to identify and plan for all the support that is needed for the 


term. (I’m paraphrasing here from an email sent by our Academic 
Vice-President to the Deans, which was then forwarded to 
Department Heads — I hope I’ll be forgiven for borrowing from 
what was perhaps not meant to be a public document). Given the 
number of people who will be affected by this change, this approach 
(decide first, plan second) seems rather cavalier. The decision was 
made at UCC today to march ahead without any discussion of 
whether crucial academic support (e.g., Library, Writing Centre) will 
be adequately provided to the larger number of students expected 
to enroll in the expended semester. The extra work that Department 
Heads and Assistants will be asked to take on, on very short notice, 
to hire and supervise instructors for twice the number of sections 
that were offered in 2004 was not considered relevant to die decision; 
yet, the level of support currently offered to those who run 
departments is inadequate, as I’m sure the Instructional Deans 
could testify. 

It is, at best, disrespectful to a large number of people at UCFV, 
Faculty and Staff, who work hard to ensure students’ success to 
proceed in this manner. The Dean of Arts and Applied Arts, in her 
s ummar y of the Departmental Submissions for the Annual Education 
Plan, was explicit about the Heads’ views on growth and the 
following statement was bolded for emphasis in her summary: 
“Departments are adamant that our plan reflect not only growth in 
numbers, but the maintenance of quality within our programming 
and teaching. To ensure both growth and high quality, the 
submissions emphasize early and careful recruitment of new Faculty, 
the need for expanded facilities, and increased support for 
departments” (UCC package, November meeting). It is unfortunate 
that the administration, in its collective wisdom, chose to go directly 
to UCC without coming back to the Department Heads to see if the 
plans made for the summer semester were, from their perspective, of 
a nature to ensure the highest quality of our programming 
and teaching. 

Besides the procedural missteps, and the ‘small’ inconvenience of 
insufficient Library hours and Writing Centre Staff, overworked 
Department Heads and Assistants, there is, of course, one more 
and perhaps larger problem with a hasty implementation of a 
lengthened and more substantial summer semester: the system- 
wide increase in the number of part-time, sessional Faculty that this 
will represent. For an institution that prizes itself on being distinct 
from the large universities and cherishes the excellence of its learning 
environment, we have been rather unconcerned about the impact 
that the increased number of sections taught on a sessional basis 
has on the quality of the learning experience at UCFV. 

I hasten to say that my concerns here have nothing to do with the 
particular quality of the teaching delivered by individual sessional. 
My Department, as have many others, has been fortunate to benefit 
from the devoted and first-rate service of Faculty members hired on 
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a sessional basis, most of the time for full-time work over many years. 
But in the last two years, the situation has drastically changed (again, 
not in the quality of those hired but in the sheer quantity and ratio of 
sections now taught by sessionals). In response to the pressure for 
additional FTEs and the advent of ‘High Demand Sections’, departments 
like History have seen the number of sections taught by non-permanent 
Faculty members explode. By the end of 2004-05 (Spring, Fall and 
Winter semesters), my department will have offered a total of 1 4 sections 
paid through a cost-recovery formula and taught on a sessional basis; 
this represents 30% of all the sections offered in History in the academic 
year (the ratio of sections taught by sessionals in my department is 
currently around 50%, thanks to an unusual number of regular Faculty 
members on one kind of leave or another). This is cause for alarm. The 
FSA should pay close attention, as should Management. 

What this means, in concrete terms, is, from one perspective, that an 
increasing number of our colleagues are denied job security and the 
various benefits that comes with permanent employment; sessionals 
cannot be expected to share the burden of the various tasks and services 
that a growing department and institution demand; it also means that 
we, as well as our department assistant, spend an inordinate amount of 
time interviewing and supervising new Faculty members. Finally, and, 
most importantly, the high ratio of new sessionals has an impact on the 
learning experience of our students and their sense of security and 
comfort. There is a departmental sense of stability that begins to erode 
'when turnover in Faculty is large and unpredictable; students appreciate 
the new ‘special topics’ courses that we are able to mount thanks to the 
expertise of a broader pool of scholars, but the benefits that are gained 
by this increased variety are always in a tight balance with the possibility 
of a mismatch between an otherwise perfectly qualified instructor and 
our students’ expectations or institutional culture. When hiring we try 
to anticipate and avoid these situations (and I hope that we have been 
successful) but the possibility is there - and unsettling. 

As Department Heads, we take to heart what goes on in the classroom 
but have little control over it between the moment the contract is signed 
and the teaching evaluations reviewed. The ability to rely on a stable 
pool of Faculty members is not only crucial to the health of a department, 
indeed of an institution, but it greatly facilitates the work that we try to^ 
do to ensure quality education for our students. 

The current plan for an expanded summer semester to start in about 6 
months from now does not, of course, include any permanent hiring. - 
We will live with that for the coming year because we have no choice, 
but it is not sustainable in the long run. I would have liked to have seen 
a plan announced for the summer '06, with discussions and decisions 
made in the next 3-6 months on the allocation of new positions, and 
‘careful recruitment’ of full-time permanent Faculty. From my perspective 
^s Department Head, this would have been a more efficient and rational 
way of ensuring that quality is not sacrificed to quantity. Perhaps this 
is only a ‘bump on the road’ at the beginning of a new planning cycle... 
let’s hope so. 

•Sylvie Murray 
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Contract Chair report 


Bargaining has officially ended. The Collective Agreement will 
be signed on December 2, 2004. Hard copies and online versions 
will be available shortly after. 

An Agreement Committee meeting has clarified what we believe 
to be the final issues prior to going to print. There are currently 
several Letters of Agreement being worked on by various groups 
including the Letter of Agreement on Markers and the Letter of 
Agreement on Online Learning. There will be further meetings on 
both of these issues in the next few weeks. I will provide more 
explicit details as they come to light. If you are interested in more 
information please contact me directly. I’m happy to inform, but 
hesitate to bore. 

As a side note, the Central Table is still bargaining, with little 
headway noted by either side according to emails and other 
reports. It is nice to not be in the fray at this time. 

-Shelley Drysdale 
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Instructional Faculty Evaluation at UVCV 


A Brief History of the LAM Subcommittee on Evaluations 

Beginnings: 1999 - 2000 Probationary Faculty Evaluations 


The Evaluation Subcommittee of Labour-Management (LAM) was 
struck in 1999 while I was still President of the FSA. Members at that 
time were Wayne Welsh and Barry Bompas for Management, David 
Morosan (then Faculty Grievance Chair) and me representing the FSA. 
This joint subcommittee was charged with the task of looking into the 
validity of current employee evaluation systems, and recommending 
changes if indicated. We were directed to start by looking at the 
evaluation system for instructional Faculty. 

Members of UCFV Faculty had been directing concerns about the 
evaluation system to both Management and the FSA for a number of 
years. Specifically, these concerns included: 

• Inconsistency of evaluation procedure between departments; lack 
of clarity around the official procedure to be used. 

• Lack of an effective probationary evaluation system that would 
provide for a timely assessment of whether an employee should be 
given a permanent contract. 

• Over-reliance on the student evaluations, with no feedback on 
other aspects of a Faculty member’s performance (e.g., research, 
community involvement, etc.). 

• Lack of opportunities for input from department chairs and 
colleagues, especially in probationary evaluations. 

• Lack of opportunity for formative, constructive feedback and 
discussion, which would contribute to the professional growth of 
Faculty. 

In the fall of 1999, the Subcommittee sent out a proposed model for 
Faculty evaluation to the UCFV community. The model recommended 
that three distinct components should be developed: a fairly rigorous 
summative evaluation process for probationary Faculty, the results of 
which would form the basis for Management decisions around 
continued employment or disciplinary decisions; a list of base-line 
expectations for all instructional Faculty, which would be more detailed 
than the current job description in the Collective Agreement; and a 
formative evaluation process for non-probationary Faculty which would 
provide them with constructive feedback on various aspects of their 
work for UCFV. Response to the model from Faculty and from the FSA 
was positive, so on that basis the subcommittee began development of 
the various components. 

In late 2000, David left the committee due to departmental commitments. 
Craig Chamberlin and Ken Femstrom joined me as FSA reps. Craig left 
the committee when he moved to the University of Regina, leaving Ken 
and me to continue to this day. On the Management side, Barry left the 
committee, and Wayne was joined by Jackie Snodgrass. Over the 
years various guests and observers from the FSA have joined us, 
including Past President Tim Cooper and Faculty Grievance Chair 
Bob Smith. 


In 2001 and 2002, the Subcommittee worked on the procedure to 
be followed for probationary Faculty. We wanted to develop a 
rigorous and fair way to assess a new colleague’s performance in 
key areas. While excellence in teaching was considered the most 
important, other areas formerly not acknowledged or assessed 
included program development and departmental service, 
scholarship, and service to UCFV and its communities. Draft 
documents were circulated to Faculty at least twice during this 
period, in the winter term of 2002 and again in June, and comments 
and suggestions were integrated into subsequent drafts. 

In October of 2002, the FSA Executive and Management approved 
the new probationary Faculty evaluation procedure and 
implementation began. This procedure has now been used for 
two years, and UCFV has had meetings with the people who 
have sat on various IPECs (Individual’s Probationary Evaluation 
Committee) to get feedback on what has worked and what needs 
improvement. The Evaluation Subcommittee has a meeting 
scheduled for later in November to review the input received and 
make recommendations about any changes. 

Baseline Expectations for Faculty 

The baseline expectations for ongoing Faculty have not yet been 
formally approved. They have been circulated to Faculty twice 
for feedback, in the winter term of 2002 and again in June of that 
year. Changes were made in response to suggestions. The 
Subcommittee decided to delay asking for approval for these 
until the non-probationary Faculty procedure was ready to go, 
and then send the baseline expectations and the new procedure 
through at the same time. 

Instructional Faculty Evaluation 
Procedure: Ongoing/Non-probationary 

In 2003 and 2004, the Subcommittee worked on developing a 
procedure for the evaluation of non-probationary instructional 
Faculty. After researching and investigating many different 
systems used by other universities, and reviewing the literature 
on Faculty evaluation, we agreed to the following broad model: 

• Baseline expectations to be met. Investigation would only 
be taken by a Dean if there is a reason to believe there is a 
deficiency. 

• Annual Faculty activity report to be submitted to the Dean, 
outlining instructional activities, departmental work, 
research/scholarly activities, UCFV activities, and external 
activities. 

Continued on Page 10... 
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Mandatory Retirement at 65 at UCFV 


So long to MR@65? 

^On September 28 of this year BCIT’s Board of Governors voted to 
abolish mandatory retirement at age 65 at that institution, effective 
October 1, 2004 and pending completion of the memorandum of 
agreement (Wainwright, 2004). In the same month CA UT Bulletin 
ran an article, “Forced Retirement Unfair to Many,” by Lloyd Spuirell 
and Ahmed Hussein. The UNBC professors argue forcefully that 
while Rule 65 appears to be fair in that it applies to everyone, in fact 
it is inequitable for women, immigrants, ethnic and racial groups, as 
well as others. For example, women have longer life expectancies, 
so will need more money for retirement than men; immigrants often 
enter the workforce late, so they contribute less to pensions, RRSPs, 
etc., and suffer from smaller pensions and retirement savings (2004). 

The BCIT and CAUT Bulletin items provoked me to investigate a 
bit I was soon shocked to find out who has come out apainst as 
well as who is not subject to MR@65. Internationally, the UN has 
denounced it (Pole, 2003). The United States, New Zealand, and 
Australia (some states) have abolished it, and the EU is pressuring 
its member countries, including the UK, to do so by 2006 
(Kesselman, 2004, pp. 2-3). At the national level in Canada, both 
Prime Minister Paul Martin and Stephen Harper have publicly 
^denounced it (Kesselman, 2004, p. 9), and MR@65 for public servants 
working in federal departments was abolished by amending the 
Public Service Superannuation Regulations (though the RCMP, 
military, Canada Post, etc., have their own retirement provisions). 

Alberta, Manitoba, Quebec, New Brunswick, PEI, Yukon, NWT, 
and Nunavut do not allow MR@65; only BC, Saskatchewan, 
Newfoundland-Labrador, Nova Scotia and Ontario still abide by it 
(“Retiring mandatory retirement”, 2004). According to Fitzpatrick 
and Sutton, however, in2001 the Ontario Human Rights Commission 
deemed its own definition of “age” (18-65) discriminatory and 
recommended a change which spurred a bipartisan initiative in 
Ontario to abolish MR@65 (2004). In April of 2003 the Ontario 
throne speech called for an end to MR@65 (“Retiring mandatory 
retirement”, 2004). Abolition is not always absolute; it is often 
qualified with conditions such as ‘unless [MR@65] is based on a 
bona fide occupational requirement’ (e.g., for airline pilots, air traffic 
controllers) or ‘is required by the employer.’ 

Why has there been a sea change in attitudes and legislation and 
why have so many of our geographical neighbors, global trading 
partners, the Canadian federal service employees, and peer 
institution BCIT abolished or circumvented MR@65? Perhaps it is 
y ime for the UCFV community, individually and collectively, to 
question our satisfaction with the status quo. So, what is the 
status quo? 

1 We abide by the BC Human Rights Code , which defines “age,” 

for employment purposes, as “19 years or more and less than 


65 years.” The upshot of that is that employers can require an 
employee to retire at age 65, and those employees the employer 
allows to work beyond that age, e.g., sessional-teaching retirees, 
cannot file a complaint if the employer treats them differently 
than before regarding pay, benefits, vacation, etc., due to their 
age. Nor will the Canadian Charter of Rights and Freedoms 
likely come to the rescue, as various court cases in the past 
have shown. 

2 At UCFV, MR@65 is a written policy of the employer: 
“Employees of University College of the Fraser Valley will retire 
from employment at age sixty-five (65)...” (Section 520.02); 
MR@65 is not written into the Collective Agreement. 

3 The table below, from UCFV’s Institutional Research, shows 
that currently almost 20 percent of all employees are aged 55 or 
older and, so, are in a position to retire over the next decade. 

Given the projected growth figures we’ve all seen regarding student 
enrolment and institutional expansion, will UCFV be able to meet 
administration. Staff, and Faculty requirements given the relatively 
high percentages of prospective retirements in the near future? This 
is an especially critical question if early retirement continues to be 
the preferred choice. 

The two salient factors which appear to be driving the abolition of 
MR@65 are demographics and money. In “Retiring mandatory 
retirement,” CBC News reports that Canada’s Urban Futures Institute 
estimates almost 1 0 million baby boomers are poised to retire. While 
today there are about six workers in Canada for every retired person, 
by 2020 there will be only three, and unless immigration is increased 
dramatically, the ratio will become even more dire. At the moment 
there aren’t enough young people to replace the retiring workforce, 
and pension plans face diminishing funds, which means that pension 
fund contributions could go sky high in the near future. In the U.S. 
the retirement age was raised to age 67 but is expected to rise to age 
70 in order to counteract the loss of older workers in an ageing 
population. It is estimated that in Canada the percent of people over 
age 65 will rise from 13 percent in2003 to 20 percent by 2023 (2004). 
So, the abolition of MR@65 is seen as a strategy to offset the 
shrinking workforce. A recent example of said shrinking: On 
November 9, 2004 CBC TV evening news featured a BC RCMP pilot 
program to recruit back from retirement 400 of their officers to help 
them meet law enforcement needs due to a shortage of new recruits. 

Apparently more and more Canadians want the option to work past 
age 65. An Investors Group-commissioned Decima poll in 1996 
reported that only 15 percent wanted MR@65 banned; by 2003 that 
had increased to 26 percent (Pole, 2004) — not surprising given 
soaring costs of living, especially health care, and the capricious 
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global economy on which many employees have pinned their 
retirement dreams through equity-based RRSPs and other investments. 
Then there is the even more volatile geopolitical climate, not to mention 
Murphy’s Law. Being allowed to work past 65 at least offers a last 
chance to hedge against financial calamity and provides an added 
measure of security for the future. Besides, how much golfing, RVing, 
and gambling can you endure, let alone afford, over your 10-30 years 
of retirement? 

The BCIT initiative is significant because it shows that the abolition 
of MR@65 can be dealt with locally, with no need to challenge the BC 
Human Rights Code or the Canadian Charter of Rights and 
Freedoms. In BCIT’S case it appears the Board of Governors took the 
first step. If the UCFV community wanted to put a finger on our 
individual and collective pulses we could 

• explore the consequences with administration and the Board of 
Governors of eliminating MR@65, 

• seek assistance from the Faculty Staff Association and/or FPSE 
(formerly CIEA), 

• initiate a UCFV-wide forum — live (or on a website as SFU did), 

• consult with the Pension Corporation of BC to gauge any impact 
and explore options. 

In summary, I have tried to highlight the current direction that 
mandatory retirement has been taking. BC seems to be running behind. 
Sometimes that’s better than running point. It depends on what is 
lying in wait for us. And who knows that? I would like to extend my 
sincere thanks to those who have encouraged me to bring this issue 
to the fore and have offered invaluable advice. 

Because certain aspects of MR@65 are discriminatory, the issue has 
recently been put on the agenda of the UCFV Institutional Ethics 
Committee for discussion. If you would like to respond to the above, 
you may contact the editor of Words & Vision 
(Richard.Dubanski@ucfv.ca) or the Institutional Ethics Committee 
(Doug.Smith@ucfv.ca). 

WORKS CITED 


December 2004 

Kesselman, J. (2004). An economic primer on mandatory 
retirement. (Parallel text of presentation to the SFU Faculty 
Association on September 24, 2004). 

Pole, K. (2004). OPED: Mandatory retirement policies are 
discriminatory and wasteful. [Electronic version]. Medical Post, 
40(38), Retrieved November 7, 2004, from http:// 
www.medicalpost.com/mpcontent/ 

article.isp?content=20041011 123528 5000 

Public Service Superannuation Act . Retrieved November 9, 
2004, from http://www.gov.ns.ca/legi/legc/statutes/pubsersa.htm 

Spurrell, L. & Hussein, A. (2004). Forced retirement unfair to 
many. [Electronic version]. CAUT Bulletin , 51(7), Retrieved 
October 30, 2004, from http://www.caut.ca/en/bulletin/issues/ 
2004 sep/retirementasp 

Wainwright, K. (2004). BCIT removes mandatory retirement 
[BCIT] FSA Newsletter , 37(1), 2-3. 

-Doug Smith 

k: ★ ★ 

Evaluations... Continued from page 8 

• Triennial interview with the Dean to review the previous 
three years’ worth of activity. 

• Student evaluations, using a revised questionnaire. 

In order to revise the student questionnaire, we decided to start 
from basics and asked Faculty to identify the qualities that define 
an exceUent teacher. Input on teaching excellence was requested 
and received from Faculty twice, in November 2003 and again in 
April 2004. 


BC Human Rights Code. Retrieved November 5, 2004, from http:// 
www.qp.gov.bc.ca/statreg/stat/H/96210 01.htm 

Retiring mandatory retirement. (August 20, 2004). Retrieved 
November 7, 2004, from 

http://cbc.ca/news/background/retirement/ 

Fitzpatrick, P. & Sutton, B. (August 18, 2004). Ending mandatory 
retirement in Ontario. Retrieved October 31, 2004, from http:// 
gov.on.ca/LAB/english/news/2004/04-92bl.html 


From that, we developed questions that would aUow students to 
comment on those qualities that we believed they could assess 
knowledgeably. A draft student questionnaire was sent out to 
departments in May 2004, and responses were received until 
September. The Subcommittee incorporated many of the 
suggestions that were made. 

In October 2004 the Subcommittee agreed that it had completed 
its task and sent the complete evaluation package to LAM for its 
consideration and a discussion on the next steps. FSA President 
Scott Fast will update you on where we are today. 


o 


-Kim Isaac 
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Christmas <Dinner/<Dance 2004 
on Saturday , <Decem6er 11 
at the Qlfiom6us Hotel 
in downtown ChiCCiwac £ 
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Cocktails at 5:30 p.m. 

Dinner at 6:30 p.m. 

Free coffee and pop will be served to designated drivers and 
non-drinkers throughout the night. 

Tickets for the event are $25 per person and are available at 
the Abbotsford, Chilliwack and Mission Faculty 
Reception areas. Cheques should be made payable to the 
UCFV/FSA and dated December 15, 2004. 


*y 


The Rhombus Hotel is offering a special room rate of $49 
(plus applicable taxes) for single! double! triple or quad 
occupancy for the evening The Rhombus Christmas Sunday 
Brunch is $12.00 per person. To book a room or make 
reservations for brunch, please contact the Rhombus directly at 
604-795-4788 and mention that you are with 
the UCFV/FSA Christmas party. 


FSA Notes & Notices 


The FSA Executive for 2004/2005 



SANTA REMINDS YOU that there are still tickets left 
for UCFV /FSA Christmas Dinner/Dance on Saturday, 
December 11 th at the Rhombus Hotel in beautiful 
downtown Chilliwack. In the spirit of the twelve days 
of Christmas, here are twelve reasons to attend: 

• meet, for the first time, people who work in other 
departments; 

• meet, for the first time, people who work in your 
department; 

• meet old friends who you have not seen since 
they were assigned to the other campus; 

• visit, for the first time, the city in which the 
Chilliwack Campus is located; 

• watch other employees dance; 

• watch administrators dance; 

• watch Jackie Snodgrass dance; 

• see who’s with who; 

• see who’s not with who; 

• catch up on the gossip; 

• gossip; 

• and, of course, eat and drink. 

These are just twelve of the many reasons you will 
enjoy our annual Christmas Party. Please submit you 
own reasons as to why one should attend the party 
via e-mail to Santa’s helper Scott Fast. Prizes will be 
awarded at the party for the best three reasons to attend. 

Disclaimer: this advertisement for the UCFV/FSA 
Christmas Dinner/Dance is not intended to harass or 
offend anyone who has a different cultural orientation 
to holidays than Santa does. 
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